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STAFF DEVELOPMENT: THE EDUCATOR'S CHANGE PROCESS 

Introduction 

This document constitutes the initial report on a major study being 
conducted by the Northwest Regional Educational Laboratory on effective 
staff development and its role in school improvement efforts. 

The review of research literature upon which this particular report is 
based was conducted for the purpose of identifying key process variables 
which foster effective staff development activities within successful 
school or district change efforts. Questions guiding the review of 
research included the following: 

1) What processes (factors) were described and discussed in 
research studies on staff development and school 
improvement? 

2) How were such factors significant in contributing to the 
effective change strategy? How was significance determined? 

3) What staff development processes correlate with successful 
change efforts? 

4) What factors from the research on effective schooling 
correlate with factors identified on research on 
organizational development? 

5) What factors (across research bases) are identified as 
supportive of effective and lasting change in schools and 
programs? 

6) What application assumptions can be derived from the 
research-based factors (variables) identified? 
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Since the 1960Sf when change in education became one of many "bandwagons* 
and "standard operating procedure" for school people, educators have 
increasingly at^.empted change and self-renewal via installation or 
implementation of innovations. These efforts have been in direct 
response to the growing complexities of today's world where little 
commonality can be found among goals and purposes; where much 
disillusionment is felt by the public for their schools; and where high 
expectations are held by everyone for excellence and individual 
fulfillment. Today, schools are scrutinized as never before and 
educators face accelerating pressure from every ''.irection to perform 
better; that is, to teach the basics better and improve learner 
outcomes. In addition, school people are expected, in the face of 
dwindling resources, to expand and enrich the curriculum to provide for 
individual student needs and interests including physical, personal and 
social requirements. It is therefore not surprising that the majority of 
educators feel they must develop viable strategies for school improvement 
and continuous self-renewal. 

However, at the same time educators have been increasing their endeavors 
to initiate change and implement innovations to solve many of their 
problems, they have also reacted strongly and negatively against those 
changes felt to be imposed, perceived as worthless, or introduced in an 
. ad hoc manner. Indeed, the bulk of the innovations put into place during 
the 60s no longer exist. 

All these efforts and activities — simultaneously initiating and resisting 
change — often resulted in liberating, yet confusing, school climates 
where no sound conceptual basis existed for the changes being made. Lack 
of systematic attention given to the identification of a reliable process 
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by which schools could become self-renewing resulted in most change 
efforts being abandoned. Teachers were reinforced in their attitudes 
that any change attempt was only temporary at besu, and therefore, not 
worthy of personal and professional comraitraent. 

Such contradictions surrounding acceptance or rejec^ion of change and 
innovation by educators are currently being examined as part of our 
inquiry into those factors which lead to effective staff development and, 
ultimately, successful and lasting change. (For the purpose of this 
discussion, staff development includes all activities which necessitate a 
change in 'the behavior of school people.) 

Planned Change Through Staff and Organization Development 
Research has shown that, in spite of the problems besetting schools, 
including dwindling resources and decreasing public confidence, educators 
remain determined and optimistic regarding improvement of their schools 
and of those who work in them. The goal of many school administrators 
today is to develop a systematic and comprehensive plan or process for 
self-renewal and improvement via the staff development or organization 
development mode. An overarching goal of staff and organization 
development, then, is to communicate to teachers the expectation that 
they will not only teach to the best of their current abilities, but 
also, will seek and apply constructive change for the purpose of personal 
self-renewal and professional growth and improvement. 

Any discussion of school improvement must include the exigent factors of 

:*f and organization development, as school improvement combines both 
txiese complementary and human processes. Both elements are dynamic, 
complex and critically interwoven to the process of deriving maximum 
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growth and lasting change. Staff development has been defined as ''a 
process designed to foster personal and professional growth ior 
individuals within a respectful, supportive, positive organizational 
climate having as its ultimate aim, better learning for students and 
continuous, responsible self-renewal for educators and schools" (ASCD 
1981). Organization development ha^ been defined as ''the process 
undertaken by an organization, or part of sn organization, to define and 
meet changing self- improvement objectives while making it possible for 
the individuals in the organization to meet their personal and 
professional, objectives" (ASCD 1981). Clearly, staff and organization 
development factors exist as dependent correlates; the potential for 
significant and lasting change is greatly reduced, if either factor is 
isolated from the other. 

Research empirically demonstrates that the key to effective learning by 
students is the teacher. Research also strongly suggests that the key to 
achieving maximum effectiveness of teachers is through the provision of a 
positive, supportive and challenging school environment. For each 
teacher to achieve maximum potential then, the educational setting must 
play a pivotal and significant role in enhancing the motivation and 
ability of each individual, teacher, group of teachers or subsystems of 
the organization, to seek out and attempt self-renewal and improvement. 
Staff and organization development, when carried out as a planned and 
systematic process, provides the mechanism whereby the desired school 
improvement goals can be attained. 

Purpose of the Study 

The purpose of this study is to determine those staff development process 
ERLC 1040s 
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variables that effect and allow for successful and lasting change. 
Process variables include those characteristics that 1) have been 
predetermined prior to implementation of change; 2) are a i^lanned part of 
the change process? and 3) are implemented as key factors in the change 
strategy. Without these characteristics or process variables/ the 
potential for success of the innovation becomes severely limited. 

Our inquiry into staff development process variables or what constitutes 
effective and lasting change is premised on the assumption that effective 
schools research and its practical application holds great promise as an 
invaluable resource to this study. Therefore, a synthesis of current 
literature and research findings, focused on the juxtaposition of 
effective schools research with educational staff and organization 
development research, is being undertaken to discover and isolate the 
significant process variables that can be shown to effect positive and 
lasting change as well as allow for institutionalization of change and 
innovation. 

The synthesis will seek to confirm those process variables which 
positively and significantly correlate with effective staff development 
as well as determine any additional factors which have potential for 
increasing the likelihood of success and, therefore, should also be 
considered in the change process. 

Research topics to be studied in addition to those directly related to 
effective schooling, staff and organization development include: 
characteristics of change and innovation; human motivation; staff and 
organization development in noneducational settings; human and adult 
learning. 

O 
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Results of the study will be synthesized to develop a collection of 
related process variables which/ when applied to staff and organization 
development efforts/ will accomplish the following: 

1) Enable change and innovation tu be more efficiently and 
effectively implemented 

2) Increase the probability that change and innovation will 
continue and become institutionalized 

3) Increase the effectiveness of staff development efforts in 
the future 

(See Appendix C for a brieiE description of precursory research findings 
related to process variables.) 

Study Methodology 

A preliminary review of the research reveals that three primary themes or 
topical areas for organizing the data merit further study and attention. 
These themes reflect various levels or degrees of staff development 
process involvement and include: 1) participation; 2) collaboration, and 
3) individualization. Though an obvious overlap exists among the three, 
it is felt that each can be uniquely defined and each can serve as a 
major category around which research findings can be organized or 
clustered. 

(For a brief discussion of these preliminary process variables, see 
Apn<indix C.) 

Research topics to be explored in that part of the study focusing 
specifically on staff development as it relates to the change process 
include : 
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1) Target Audienca 

The ideal staff development process is targeted 
to all persons working within the educational 
organization, including members of the board, 
superintendent, administrators, teachers and 
classified personnel. However, most current 
staff development efforts are targeted to the 
individual teacher, with the goal of improved 
student performance. Questions to be answered by 
the research in this domain include the extent to 
which student learning is, in fact, improved 
given sporadic and individual efforts as opposed 
to the benefits derived from a more systematic 
process of staff development that includes all 
levels of the educational organization. 

2) Needs Assessment 

Before new knowledge and skills can be 

effectively delivered via the staff development 

process, a comprehensive needs assessment of the 

situation must be initiated. Heeds assessments 

generally take three forms (ASCD 1981) : 

o Persons in supervisory positions determine 
needs from their assessment of the quality 
of work being performed by those reporting 
to them (a process more commonly applied to 
classified personnel) . 

o Individuals are asked to state their own 

perceived needs or to respond to a checklist 
or similar instrument (a process more 
commonly applied to professional personnel). 
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o Groups and individuals such as teams, 

departments or schools, respond to various 
internal or external pressures by planning 
collaboratively to bring about specific 
change (a process supported by change 
research that builds on the idea that 
individuals are more committed to carrying 
out plans which they feel reflect a genuine 
need and which they have helped to develop.) 

All three forms of needs assessment for staff 

development efforts can be found in school 

districts around the country. Advantages and 

disadvantages of each process will be determined 

through analysis of the. research data. In 

addition, recommendations regarding the most 

viable needs assessment strategies — given 

specific conditions and settings — will be 

included as an integral part of the synthesis. 

(See also Appen<^ices E, P, G, and H for some 

preliminary awareness materials on needs 

assessment.) 

Assessment and Evaluation 

Results of a numoer of staff development 

activities are currently measured by the opinions 

of the participants, by having those persons 

indicate their feelings as to the value and 

personal enjoyment derived. Such evaluation is 

limited, though, often by the lack of clear and 

explicit statements of learning outcomes 

which can be measured. Consequently, those with 

staff development responsibilities often select 
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following : 
1) 



outcomes that may be relatively unimportant to 
the overall evaluation of the activity, but which 
can be easily nteasured* The research, however, 
is beginning to produce data which indicate that 
many educators are now attempting to be clearer 
about anticipated or expected outcomes and to 
develop more sophisticated and meaningful 
measurements. The synthesis will explore these 
data and offer suggestions for improving 
statements of learning outcomes as well. as for 
improving assessment and evaluation techniques. 

id in that part of the study focusing specifically on 
development as it relates to the change process are the 

Analysis of what works in industry 
Some recent research findings indicate that, 
although organization development techniques have 
been successfully used in industrial settings for 
more than two decades, educators are only 
beginning to realize the value and potential of 
these efforts when applied to the school 
environment. A major finding of industrial 
organization development research suggests that 
lasting and meaningful change cannot occur unless 
some type of group process provides for problem 
solving and decision making capabilities; human 
and financial support for those involved in 



ERJC 1040s 



9 




change; motivation techniques; and methods for 
encouraging and enabling the exchange of ideas r 
problems and concerns. Two basic assumptions are 
made by practitioners regarding organization 
development (ASCD 1981) : a) maximum productivity 
and personal satisfaction are dependent on change 
in both the individual and the organization; and 
b) there are processes which can be 
adopted/adapted or incorporated which will 
provide for positive growth in- both* These 
assumptions f as well as what else is known about 
staff development in business and industry and 
its relationship to educational organizations f 
will be explored and discussed in the synthesis 
along with workable strategies for adapting 
specific processes and techniques. 

2) Discussion of organization development theory 
As yetf no comprehensive, empirically validated 
research base exists which can prove organization 
development theory is an acceptable proof .5s for 
school improvement. Indeed, there is no 
universally accepted theory of organization 
development, as researchers disagree about the 
value of organization development change efforts 
for schools. However, researchers do agree that 
organization development r when seen as a 
long-range process to improve a school's ability 
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tc communicate f problem solve, collaborate or 
deal with conflict, is, in fact, a legitimate and 
worthwhile undertaking. These and other views 
will be presented and discussed in this part of 
the synthesis. 

3) Purpose and goals of organization development 

The various purposes of organization development 
as they currently exist in schools will be 
described as well as what its goals should be. 
Illustrative examples of organization development 
goals and conditions will also be enumerated in 
this section. 

Preliminary Materials Collected/Developed to Date 

To help school people begin to look at tne role of staff development in 
school improvement practices and policies, some preliminary awareness 
materials have been collected and/or developed. These sample materials 
are representative of those evolving from the study and are designed to 
be used with educators in the region as they explore the role of staff 
development in their schools. The materials are appended to this paper 
and include: 

Appendix A: Evaluating the Staff Development In-Service Plan — NWREL 
Designed as a checklist, this instrument helps 
educators assess the quality and comprehensiveness of 
current staff development or in-service efforts. 
Responses to 21 statements will give teachers and 
administrators data regarding positive and negative 

Er|c "40s 11 
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Appendix C: 



Appendix D: 
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aspects of their present and ongoing staff development 
activities as well as indicate areas that require 
attention and improvement. 

Grid of Evaluation Concerns — Baden f Donald J. 
This resource, presented in grid form, assists 
educators in knowing when and how to evaluate specific 
concerns related to staff development or in-service 
activities. Evaluation concerns include: a) content 
of in-service activity; b) presenter of in-service 
activity; c) participant learning {immediate); d) 
participant learning (long-term); and e) student 
learning. 

Effective Professional Development Findings — NWREL 
Ten significant findings can be defined as process 
variables. Each is consistently mentioned in the 
literature as a "way of doing business" and can 
enhance or impede the success of a program depending 
on the extent to which it has been involved in the 
process. Process is a key to success and can be 
considered more powerful than content. This one-page 
summary briefly lists and describes the ten process 
variables/ and gives a short bibliography. 

Professional Development Check-Up — NWREL 
This resource helps educators rate their personal 
experiences with staff development activities against 
what the research says are important considerations. 
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* Users are given space to list ways to include research 
findings in their planning in four areas: a) 
objectives; b) participation; c) collaboration; and 
d) individualization. 

Appendix E: Guide—Factors for Effective Needs Assessing—KWREu 
Listed in this one-page sununary are factors * 
extrapolated from the. research, that have been shown 
to have a significant impact on the success of needs 
assessment strategies. 

Appendix P: Professional Development/In-Service — NWREL 

Various types of needs assessment strategies are 
analyzed in this one-page summary from both pro and 
con perspectives. 

Appendix G: Planning and Conducting a Needs Asssessment — Davis / 
Sharon 

This three-page handout offers, in abbreviated form: 
1) steps in the needs assessment process; 2) an agenda 
for a needs assessment meeting; 3) a checklist of 
activities for steps in the needs assessment process; 
and 4) a priority rating form. 

Appendix H: Building Level Effectiveness Questionnaire — NWREL 

This questionnaire is designed as a needs assessment: 
tool to help determine the extent to which certain 
educational practices are used in a school system. 
Responses to 57 statements will yield valuable data 
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regarding those areas in need of attention and 
improvement • 

Appendix I: Effective Professional Development — NWREL 

As individual teachers and administrators begin to 
consider the role of staff development in their 
schools, this one-page resource assists in helping 
school people categorize important issues. 

Appendix J: Preliminary Bibliography 

The bibliography developed to date indicates some of 
the major references currently under study. It is 
anticipated that the number of bibliographic entries 
will increase over the duration of the project. 
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EVALUATING THE STAFF DEVELOPMENT/IN-SERVICE PLAN 



Yes No Need To 

Check 

1. Teachers participate in decisions. • 



2. Training is concrete. 



3. Training is teacher-specific. 



4. Training is extended over a period o£ time. 



5. Teachers observe each other in applying 
learnings. 



6. Regular meetings occur frequently that 

focus on practical problems. 

7. Materials, to some degree, are locally 

developed. 

8. Principals are involved in training. 



9. Teachers participate in decision-making. 



10. A norm of experimentation has-been 

established as the design is being 
implemented. 

11. Teachers perceive that the staff 

development program is geared to 
enhancing school success . 

12. The staff development program is compatible 

with the realities of work at the 
building level. 
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Yes 



No 



Need To 
Check 



The purpose of the program is clear 
and understood by all. 



14. The roles of the administrators and 
teachers are clear to all. 



15. Teachers have been presented with a 

description of actual sequence of 
implemen t a t ion • 

16. Expectations were made explicit at the 

outset at which point others' views 
were mutually valued, sought, credited, 
and tested. 

17. Ample time is allotted each week for 

planning and development. 



18. Decisions being made that focus on 
development or modification of 
curriculum units emerge from 
teachers ' analyses. 



19, Criteria for classroom observation are 
being developed out of shared 
discussions of theory and practice 
in advance of formal implementation. 



20. Teachers and principals have indicated 
sustained commitment over time with 
provision for progressive mastery of 
new ideas and new practice. 



21. Attention is given to institutionalizing 
the new program/project. 
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Grid of Evaluation Concerns 



EvuIiiaLion 
Concern 



Pu rpose 



CoiiLeiiL of 
i nservi ce 
act iviLy 



Presenter 
of iii- 
serv ice 



Pari ici pant 

Learning: 

iiiimc<iiate 



Part iripant 

(^earning: 

L(j!ig-lerin 



SUnlent 
Learning 



Ascertain if 
content pre- 
sented met 
desired ob- 
jectives 



Ascertain tiie 
effect of tlie 
presenter on 
the attainment 
of objectives 



Determine 
whether par- 
ticipants 
achieved 
objectives 



Detenni na 
whether 
behavior 
cluinge re- 
mains after 
period of time 

Determine 
whether 
students of 
p<irt icipant s 
change be- 
havior as re- 
suit of 
teacher 



Administered 
To Whom 



When 
Administered 



Results 
Sought 



Wlien 
Administered 



Type of 
Instrument 



Participants 
by planners 



Conclusion of 

inservice 

activity 



Participant 
assessment of 
content effec- 
tiveness 



On site of 
activity 



Likert-type 
check list 



Participants 
by planners 



Participants 
by presenter 



Participants 
by self, 
peers or 
students 



Participants 
by self, 
peers or 
students 



Conclusions of 

inservice 

activity 



Participant 
assessment of 
presenter 



On site of 
activity 



Check list 



Conclusion of 

inservice 

activity 



Participant 

behavior 

change 



On site of 
activity 



Varied based 
on objectives 



Minimum of two 
months after 
activity 



Participant 

behavior 

change 



In participant 
classroom 



Vc^ried i)ased 
on ob.jectives 



Before & after 
teacher beiiavior 
change intro- 
duced into 
classroom 



Student 

behavior 

change 



In participant 
classroom 



1 « Classroom 
environment 

2. Check list 

3. Objective 
referenced 



^**ource: Donald J. haden. "A Users Guide to the Evaluation of Inservice Education." Inservice . National 
Q)until of States on Inservice Kducution, Syracuse University. June 1980, p. 7. Reproduced with permission. 
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EFFECTIVE PROFESSIONAL DEVELOPMENT FINDINGS 



Ten significant findings can be defined as process variables. Each 
is consistently mentioned in the research as a "way of doing business** 
and can enhance the success of the program and its participants. Process 
is a key to success and can be considered more powerful than content. 
The research findings have been organized under the major headings of 
participation, collaboration and individualization: 

A. Participation 

1. Programs are derived from job-related or job-embedded 
needs or goals. 

2. Programs are school based and involve all or a 
majority of the faculty and administration. 

3. Teachers and principals initiate, davelop, schedule, 
conduct and evaluate the progrcun. 

4. Principals and district administrators are involved 
(participate) and ensure that resources are available 
and allocated for the programs. 

B. Collaboration 

5« Active learning techniques are used — demonstration, 
observation, guided practice and specific feedback. 

6. Techniques of inquiry and analysis are used to define 
and refine skills, knowledge and attitudes of groups 
and individuals using effective teaching research as a 
guide. 

7. A variety of sturdy strategies are available 
(self-group-college courses) on a continuous basis 
with specific follow-up on use and transfer to the job. 

C. Individualization 

8. Programs include concrete, hands-on activities with 
relevant materials directed at specific individual 
needs or goals in the classroom. 

9. Programs offer opportunities for individual 
development of skill, knowledge and attitudinal change 
with ongoirig support. 

10. Self-growth and responsibility are emphasized with 
incentives and rewards that are perceived as 
worthwhile, attainable and professionally enhancing. 
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PROFESSIONAL DEVELOPMENT CHECK-UP 
A quick measure of your evperience against the researchi 



Research Item; 

1. Programs are derived from job-related or job-embedded 
needs or goals. 

2. PkTograms are school-based and involve all or a majority 
of the faculty and administration. 

3. Teachers and principals initiate, develop, schedule, 
conduct and evaluate the program. 

4. Principals and district administrators are involved 
(participate) and ensure that resources are available 
and allocated for the programs. 

5. Active learning techniques are used — demonstration, 
observation, guided practice and specific feedback. 

6. Techniques of inquiry and analysis are used to define 
and refine skills, knowledge and attitudes of groups 
and individuals. 



My Experience Response 
(Circle one per item) 
GOOD FAIR POOR 



GOOD FAIR POOR 



GOOD FAIR POOR 



GOOD FAIR POOR 



GOOD FAIR POOR 



GOOD FAIR POOR 
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7. A variety of study strategies are available (self- 
group-college courses) on a continuous basis with 
specific follow-up on use and transfer to the job 
(formative supervision) . 

8. Programs include conc»-ete, hands-on activities with 
relevant materials directed at specific individual 
needs or goals in the classroom. 

S. Programs offer opportunities for individual development 
of skill, knowledge and attitudinal change with ongoing 
support, 

10. Self-growth and responsibility are emphasized with 
incentives and rewards that are perceived as worth- 
while, attainable and professionally enhancing. 
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GOOD FAIR POOR 



GOOD FAIR POOR 



GOOD FAIR POOR 



GOOD FAIR POOR 
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GUIDE: FACTORS FOR EFFECTIVE NEEDS ASSESSING 

1* Use multiple methods* 

a) Existing data analysis 

b) Interviews 

c) Observations 

d) Questionnaires and surveys 

e) Group discussion 

f) Evaluation conferences 

2. Attention is given to process and content. 

a) For input, participation, adult learning styles 

b) What is to be learned is clear and understood 

c) Expectations for involvement in decision making is clear and 
understood 

3. Timing is considered. 

a) When to assess is considered/scheduled 

b) Time for thinking and responding 

c) Data gathering is specific and structured 

4* Feedback to all is provided 

a) How the data are to be used 

b) When the data are to be used 

c) Results are given to all 

5* Evaluate the needs assessing process 

a) Judgments are collected from all 

b) Results are reported and used to improve 
1005s 



CRITICAL FACTORS 

A. Extent of involvement by faculty in process and decision making 
B* Quality of the needs gathering methods 

C. Feedback is timely and carried by those involved to the respondents 

Reference : Paraphased from Swensen, 
T. f Journal of Research and Development 
in Education ^ vlSnl, November, 1981. 

INVOLVEMENT»GROUP PROCESS 
Consider: 

Some skills training for the group in negotiating and mediation 

Size of the group: 3-9 best working numbers 

Use a group facilitator and observer (sometimes) 

Agree on decision making system before serious content debates 

Agree that group decisions will be 

a) Actively supported 

b) Selectively supported 

c) Neutrally supported 

d) Declared to all 

e) Without negative support 

Communicating with the total faculty in planned steps 
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PBOEiiSSIONAL DEVELOPMENT/'INSERVICE 



Needs Assessment Strategies 



TYPE 



PROS 



CONS 



Interviews 



Verification 
Clarification 
Individual comfort 



Skills needed 

Time-consuming 

Individual 

administration small 

sample 



Questionnaire 



Brief 
Specific 
Time-efficient 
Individual or group 
administration 



Time for tabulating 

Misinterpreted 

Semantics 

"Real" need not revealed 



Check List 



See above 



See above 



Records Review 
(Content Analyiiis) 



Specificity 
Categorization 



Legally accessible 
Quality of data 
Time-consuming 



Observation 



Personal 
Responsive 



Training needed 
Time-consuming 
Small sample 



Brainstorming 



Structured 

Time-efficient 

Topic-specific 



No thinking 
Individual dominates 
Some don't participate 
Facilitation skills 
needed 



Buzzing 



Small group 
Topic-specific 
Prioritizing 
Individuals supported 



Facilitation skills 
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Nominal Technique 



Thinking 
Exploring 
Clarifying 
Aggregating needs 
Prioritizing 



Facilitation skills 
needed 



DELPHI Technique 
(Opinion Gathering) 



Groups not assembled 
Anonymity 

Time to think and judge 
Inexpensive 



Time lag 

Continuing commitment 
Clarifying void 



Testing 



Performance response 
Discrepancy 

identification 
Specific planning 

by individual 
Measure overtime 



Validity 
Reliability 

Limited to test content 



Hearings 



Outside input 
Control analysis 
and rankings 



Knowledge versus emotions 
Preconceived commitment 
to change 



Task Force 
or Committee 



Constituents represented 
Problem-solving 
Priority emphasis 
Time-efficient 



Left-outs complain 



Slip Writing 



Self -analysis/need 
Time-efficient 
Priorities of group 
emphasized 



Some needs left out 



Card Sort 



Self-analysis 
Priority by individual 
need 

Priority for known needs 



Forced choice 



Study Students 
(Teacher Solicited) 



Peer assistance 
Focused analysis 



Translation required 



Survey Sampling 



Large district 
for major area focus 



Selecting representative 

respondents 
Special knowledge and 

training 
Generalization of data 
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• Appendix G r^^VM Labontory 



PLANNING AND CONDUCTING A NEEDS ASSESSMENT 
Sharon Davis 

« 

Needs assessment should be designed to be an integral component 
of the cycle of planning, implementing, and evaluating inservice 
education programs. When it is planned and conducted in this 
manner, it becomes an ongoing function of the program. 

Steps in the Needs Assessment Process 

A successful needs assessment requires the completion of seven 
major steps: 

1. State concerns. 

2. Identify people and roles. 

3. Plan the needs assessment data collection. 

4. Implement the needs assessment data collection. 

5. Disseminate results and set priorities. 

6. Design the inservice program. 

7. Continue to assess needs. 
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FROM: NEEDS ASSESSMENT FOR INSERVICE EDUCATION: BUILDING LOCAL PROGRAMS 
Training Needs Assessment Task Force/National Inservice Network 
8/80 Bloomington, Indiana (ERIC Clearinghouse on Handicapped & Gifted Child) 



NEEDS ASSESSMENT MEETING 
(first in i series of workshops) 



I. Introduction 

A. Explain "problem solving" format for workshops 

1. To identify teachers' immediate needs 

2. To discuss common concerns/issues 

3. To identify/share "practical" solutions 

4. Other? 

B. Identify purpose for meeting: . planning 
1. List goals of planning meeting 

TOetinSs^^^ specific topics to be covered during next several 
^' hw/SheJ?' P''"'^^^"'*' ^""^ ^^^^''■^"S ^P^c($) - who. what. 
II. Identification of Topics 

A. Participants brainstorm all possibilities based on inroedlate needs 

1. No judgments' 

2. No discussion re: solutions 

B. Leader keeps group on task 

1. Records ideas 

2. Finds similarities/needs, concerns 

3. Encourages participation from all participants 

III. Selection of Topics 

A. Clarification 

1. Leader reviews list of interests, needs, concerns 

Lfder asks participants to indicate agreement on "definition" 
of each topic identified 

B. Decision making 

1. Leader asks participants to prioritize topics listed 

*• °3Sf suggestions regarding how these topics 

S%ori"^MJs^ ''''''''''' '''' ^'^'^ ''"'^ P^'-^-^P^"*^ 
b. Priorities can be established via: commonality of need, interest; 
urgent nature of specific problem, other 
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J;e"*;«:«^,^"'=''»'"^ ««t topic t. covered « 

«. Vote - majority rule 
D. Consensus among all 
c. Other 

participants e.nM„^}'?Jj?,n5,^^^^^^^^^ so th.t 

IV. Assigning Responsibilities 

A. For topic 

1. Leader asks participants how topic selected might be addressed 

b* nJl^"^^*' suggestions from participants 

b. Leader offers suggestions to participant^ 

2. leader can list all suggestions - who. how. when, where 

. 3. Decision making procedure described above can be utilized here 

4. Leader summarizes/clarifies decision for Darticioant 

(this can be also shared in follow up'SeXo"pi??ic'ipants) 

B. For next meeting 

1. Leader clarifies when, where next meeting will be held 

2. Leader makes arrangements for room wiS fujervisor 



o 
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zzzia^JJ ?.%T^^^^^^^^^^^ ; 



2. Identify People and Roles , 



ttZl^l who wilY manage the needs assessment. 

Pl«"n^ng team. 



~T^««4..i* Vu ---»-^JMicin. planning leam. 

.Identify those who will conduct thi assessment. 



^- Plan the Needs Assessment Pata Collection . 

getennine needs assessment goals. 

I!nS*'J*'J"^'*"* ***** collection strategies 

^* InPlerent the Needs Assessmp nt Data ColVt^tinn 

Develop instrumentation and recording procedures 

■Sf iJ*'* J"^ ''"'*»*^ instruments and p^oceduJes. " 
.^llect needs assessment data. 

■I«yI:!'J?^f.5°"!^*«d summarize results. 



Analyze results and report to planning team. 

^' Disseminate Results and Set Priorities. 



"jjsmjjcla"'"*' "> «d interested 



~ - ■ WW • 

Prioritize needs fxir training. 



■«eTfS? t"?j"J!*' "l«t prioritized 

^' Design the Inservice Pmfj ram 

^Identify the target audience. 

Identify needs to be satisfied. 



£1^ &r?rS?„t^ - ?f,^?-;i|^ - Acludln. incentives 



T^.4-4«.. L — -.-...Ilia Harkitipanu. 
.Identify how progress and accomplishments will be assessed. 



7. Continue to Assess Weeds. 

— SalntrpJo'gra'S''" ^""'"9 conduct of 

when program has been completed. 

Evaluate progress and accomplishments. 
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PRIORITY RATING FORM 



Training Need, 



Jis^iiw!)^ priorities for training needs: (Circle number of 

Rating of Need 
Extent of Need 

How extensive is this training need? 
Impact of Need 



Not extensive Very extensive 
1 2 3 4 5 



How serious will be the effect on educators if 
this need is not met? 

Future Needs 

To what degree will this need significantly 
increase in the future? 

State of Satisfaction 

How adequately has inservice training been 
developed to meet this need? 

Effectiveness of Current Training 



Relevance of Need 

Hill satisfaction of this need have a high or low 
relationship to the achievement- of the goal to 
provide an appropriate education to each handi- 
capped child? 

What is Your Overall Rating of This Need for 
Inservice Education? 

Rating of Feasibility of Meeting Need 

Staff Requirenent 

Finance 

How costly is it to develop a program to meet 
this need? 

How long win it take to meet this need? 

What is Your Overall Rating of the Feasi bility of 
Meeting This Heed? ^ 



Not serious Very serious 
1 2 3 4 5 



No Increase Great Increase 
1 2 3 4 5 



Not at all 
Very adequate adequate 
1 2 3 4 5 

Very effective Ineffective 
1 2 3 4 5 
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Low 
1 2 



No need 

1 2 



Low skill 
1 2 



Inexpensive 
1 2 3 

Little" time 
1 2 3 

Not feasible 
1 2 3 



High 
4 5 



Great need 
4 5 



High skill 
4 5 



Very expensive 
4 5 

Long time 
4 5 

Very feasible 
4 5 
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Appendix H 



Instructions 



BOZLDXIIG X2VIL ZFFJECTXVEMESS QUSSTZONHAXRZ 



This qusstlonnalrs it intended to dtttcains tht Mtont to vbich csrtain 
•ducational practices art uttd in our tdiooX. For tach ittt btlov, 
clrclt tht nunbtr of tht rttpontt which K>tt accurattly dttcxibtt tht 
situation in your building. 

X. CUKRiOILDM 



nevtr somttijnts always 
I 1 1 



1 2 3 4 5 
1 2 3 4 5 



Ltarninq objtctivts in our building i 

1. Art propartd in vritttn fora. 

2. Art dtsigntd to bt oonsisttnt 
vlth district objtctivts. 

3. Art titpporttd by a written 
stattatnt of prioritits which 
art cosBunicattd to staff t 
stiidtnto and cominity. 

4. Art assigntd to particular 
gradtsa coursts, dassts or 

othtr units. 



12 3 4 



12 3 4 



12 3 4 



12 3 4 



12 3 4 



Btsourcts and aattrials in our 

buUdlngt " 

5. Art rtadily availablt for ust 
in teaching objtctivts^ 

6. ' Art oonsisttnt with district 

policy and guidtlints. 

?• Oontein accurate sub j act 
Batter. 

Atq appropriate for tht agt 
Itvtls of studtnte for vbom 
thty art intendtd. 

9. Art idtntifitd and/or 

catelogutd in such a way that 
thty can bt llnktd to sptcific 
objtctiTts. 
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1 2 3 4 5 



1 2 3 4 S 



Initructional gtrattgiti in our 

10. An oonsitttnt with district 
policy and guidtlints. 

11. Ar« carafuUy Mtch^d to 
(aligned with) objactiyas. 



II. SCBXOi ENVIRONMENT 



1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



Expactationa for atudant laarning 
in our buildings 

12. Asm coaPBunicatad ao that 
priority goala and objactivaa 
ara daarly undaratood by 
atudanta. 

13. Ara apacifiad to includa 
aaatary of all priority 
objactitraa at a grada or in a 
oouraa. 

Bcpactationa for atudant aocial 
bahavior in our buildings 

14. Ara atatad in a vrittan coda 
of con ^nct i^ich daala wih 
diaciplina, tardinaaa, 
abaantaaiam. 



1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



15. Ara cottBoinicatad to all ataf f 
»aabara« 

16. Ara cocmunicatad to atudenta, 
aspacially at tha baglxming of 
tha yaar. 

17. Ara appliad conaistantly to 
all atudants throughout tha 
acbool. 



1 2 3 4 5 



18. Includa apacifits conaequancea 
or disciplinary action 
conaiatant with tha code of 
conduct. 
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1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5. 



1 2 3 4 5 



1 2 3 4 5 



ExptcUtlong fog «tjrff in our 
buildings 

19* Xncludt ptrfonunct standards 
d«T«lop«d frott taachtr 
•ffactivanasa rasaarch* 

20. Kxm apacifiad ao that aUff 
cQMUunicata tha baliaf that 
all taadiara can taach all 
atudanta* 

21* Ara ipacifiad lo that staff 
conunicata tba baliaf that 
all studanta can aastac all 
priority objactiTts* 

Diaciplinary actions in our 
buildings 

22* Quickly and routinaly follow 
inappropriata bahavior« 

23* NiniAiM out«s>f-scbool 

auspansiooa or axpulsions in 
faror of in-faousa suspansions* 

24 « Zndoda diaciplinary 

pcocaduras vbicfa focus on 
bahairior ratbar than 
paraooali^* 

Dsa of tlBa in our building is 
controUad ao thats 



1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



25 • Tha school calandar saxiaizas 
tha tisM availabla for 
inatruction* 

26 • Mav program ara avaluatad 
ralativa to thair ispact on 
laaming tiaa* 

27« School^ classts and othar 
activitias start and and on 
tlaa« 
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1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



2S« 9h« sdiool dmy it orgtnlstd to 
adnlails« tim Bp%nt on 
non^lMtxuctional actlvltltt. 

29* Class p#rlods art not 
intarrupttd for routlna 
announcaMnta or Maaagaa. 

30. gtudanta do not bava 
unaaalgnad parloda during tha 
acadamlc day« 

31. Studant puUouta froai acadanic 
claaaaa ara BlnlBlsad. 

Incantivaa and racognition for 
atudant acbiayaaant and bahavlor In 

our bulldlngi 

32. Ara datarminad by objactiva 
and azplicit critarla. 

33. Includa botb IsMdlata and 
dalayad racognition. 

34. ProTida tba opportunity for 
all atudanta to aarn 
racognition. 

35. Xra aalactad bacauaa of tbair 
daairabili^ to atudanta. 

36. Includa racognition that ia 
public. 

37. Xra diapanaad fraquantly and 
conaiatantly. 

38. Xra appropriata 2or tha aga 
lavala of tha atudanta for 
whom thay ara intandad. 

Incantivaa and racognition for 
taacfaing axcallanca in our building x 

39. Ara datarsined by objactiva 
and axplicit critaria. 
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X 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



40* include both lMt«dUt« and 
d*lay«d ncpgnitlon. 

41* Afford all aUff tba 
opportunity to tarn 
raco9nltlon» 

42* Xnclttda racognltloo that is 
public* 

43. Ara linkad to atudant 
achiavtMnt. 

farant involTaaant proctduraa in 
our buildings 

44 • Znduda standards and 
proeaduraa which ara 

licatad to all paranta. 



1 2.3 4 5 



45 • ' trorida staff assistanca to 
paranta in supporting studant 
achiavaMnt throu^ training 
sassionSf handbooks and othar 
aids. 



1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



Studant assasssant instruaants in 
our building aras 

4(. CarafuUy Mtdiad to (alignad 
with) tha objactiTsa taught* 

47 • Ooordinatnd with district 
instruMnts to avoid 
duplication of affort* 

Studant assassaant procadur as in 
our buildings " 

48. Ara dasignad to ainiiaiza 

disruption of laarning tine. 

49 • Ibllow approvad tasting 

practicas aisad at ansuring 
raliability and validity of 
rasults* 
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X 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 



1 2 

t 



3 4 



12 3 4 



Stwitnt •••WBMint datm in our 
bulldimt 

50. Art tts«d to lapcovt cntrriculus 
and Instruction at tha 
building laTal. 

51. Ara uaad to rapori\ prograsa to 
ata££ and tha cooftunity on a 
ragular baaia. 

Monitoring of ataff parformanca in 
our buildings 

52. Za baaed on writtan procaduraa. 

53. Utaulta in profaaaional growth 
objactiTaa and tha raaourcaa 
to raach thaa. 

54. Tlaaa critaria baaad on taacfaar 
affactiY^taa raaaarch. 

55. Zncludaa ragular claaarooa 
obaarTatiooa. 

S$c Includaa tlaaly faadback to 
taacfaara. 

57. Encouragaa ataff to axpraaa 
pcoblaaa and concarna ralatad 
to Bdbool affactivansaa. 
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Appendix I 



EFFECTIVE PROFESSIONAL DEVELOPMENT 

THINGS TO CONSIDER ~ as I ait and wonder about it all. 



1^1 KS^ 
rA\m^ EduMUoMi 

Latioratory 



Questionnaire Issue 



For He 
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